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PATTERNS OF CONFLICT FOR SCHOOL ADMINISTRATORS
An attempt was made to determine if principals in
high, middle, and elementary schools have different or the
same opinions regarding the order of conflicts and the
causes and methods of resolution.
A selected sample of high, middle and elementary
schools were asked open-ended questions as follows:
(1) Name three conflicts that occurred in your school,
give the order of the conflict and state the causes of
each conflict. (2) How do you deal with each conflict and
what is the method of resolution? (3) What is the degree
of success? (4) If you had to solve the problems over
r
again, how would you solve them? (5) What proportion of
time do you spend resolving conflict?
The results indicated the major conflicts were non-
complicance with rules and discipline in all schools.
The causes of the problems were unclear rules while the
conflicts in elementary and middle schools were linked
to teacher-student interactions. Principals attempted to
resolve conflicts by creating more rules. The middle
school had the greatest success rate of resolving problems,
followed by the elementary and high schools. Of the thirty
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conflicts resolved, principals indicated that they would
resolve nineteen in the same way, again. This, despite
the fact that there were eleven conflicts which received
less than 70 percent success rate.
Overall, the majority of the principals made the
decisions and attempted to sell the decision to staff
members. Teachers were not allowed the autonomy to make
and implement decisions. Principals did not generate
alternative solutions to problem solving.
It is recommended that a larger sample be investi¬
gated and the biodata of teachers and principals be
included as variables. In addition, principals who
generate alternatives to solutions should be investigated
to determine the impact on teacher satisfaction.
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STATEMENT OF THE PROBLEM
Purpose
The purpose of this study was to identify the major
conflicts in selected high, middle, and elementary schools
and to determine their causes arid methods of resolution.
It was also intended to learn if the principals of all
three school levels' used the same or different overall
strategies in resolving problems.
Research Issues
1, What are themajor conflicts by school level and
what are the causes of such conflict?
2. How do the schools deal with such problems and what
are the methods of resolution?
3. What are the rates of success in each school type?
4, Are the principals fixed or not in their ways and
would they solve the problems in the same ways.
Justification of the Selected Problem
There is a demand for schools to reflect the findings
of the effective schools' literature (Edmonds, 1977). The
National Commission on Excellence in Education interpreted
effectiveness in terms of students' performance. The
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recent Quality Based Education Act in Georgia requires
schools to be effective in relation to students’ achieve¬
ment.
Since the principal is the leader with responsibility
for the overall supervision and administration of the
school's operation (School Level Standards for Georgia
Public Schools, 1984), the way in which he or she deter¬
mines these tasks and resolves problems is crucial to
school effectiveness. In the process of supervision,
conflicts and problems can occur which demand careful
attention, A principal who determines causes of problems
and attempts to modify solutions in light of new evidence
is most likely to eolve problems satisfactorily and minimize
further conflict in the long run.
The satisfactory solution of problems and an open
mind in solving problems are likely to mean that a prin¬
cipal will spend less time on solving problems and more
time supervising: teaching.
Most research, however, has been conducted in the
areas of psychological stress and role conflict rather
than on how a principal identifies causes of problems and
solutions to them.
Theoretical Support for the Study
It is assumed that teachers will obtain satisfaction
and work effectiveness if they can predict and understand
how principals will behave in resolving problems, A
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principal who explores the causes of problems and obtains
relevant feedback from teachers will have a high success
rate in solving problems and will reduce the time required
to solve problems, Such principa,ls will also see the
necessity for learning from experience and of refining
their methods with each solution. Indirect outcomes of this
strategy are satisfaction, growth, and predictability of
behaviors among teachers and principals. Chase (1953),
found that an important factor relating to satisfaction
for teachers was dynamic and stimulating leadership of the
principal. Teachers emphasized helpfulness, opportunities
for professional growth, respect, and friendliness, as
administrative qualities which contributed to job satis¬
faction, It depends upon teacher expectations of how
administrators should behave and the extent to which these
expectations were fulfilled. Other investigations indi¬
cated that large classes are a source of dissatisfaction,
that higher morale exists when teachers have more free
time away from pupils, and that satisfaction is directly
related to the extent that,teachers participate in decision¬
making, Cuba and Bidwell (1957), described three styles of
leadership:
1, Nomethetic—The. leader emphasizes the
demands of the organization, expectations
for role occupants, rules and regulations,
2, Idiographic—The leader emphasizes the
need of the individuals to be treated in
a considerate manner, autonomy, doing
"one’s own thing,"
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3. Transactional—The leader attempts to
negotiate a course between the two
extremes, at times engaging in nomethetic
behavior and at other times engaging
in idiographic behavior.
In this framework, a principal who solves problems
by the nomethetical method is most likely to ignore the
ideographic and transactional needs of teachers, thereby,
generating interpersonal problems and lower work efforts
among teachers. Such principals are likely to report that
irrespective of the problems and the outcomes of the solu¬
tions, they are most likely to solve the problem in the
same way again. Clearly, if they see the same solutions
as possible and resolvable, always, then they are assuming
that teachers heve the same constant needs and negotiations.
Collaboration, and compromise do not bring in new ideas
about alternative plans, strategies, and solutions. However,
Fiedler (1974) argues that the most effective leadership
style is dependent upon three conditions: (1) Relations
between the leader and group members. (2) Nature of the
task to be accomplished whether structured or unstructured.
(3) Position power of the leader,
A basic assumtpion of this model is that different
conditions of task, power or relationships call for dif¬
ferent solutions or methodology of solving problems.
The school environment itself is not a constant,
and this also calls for a more open mind in solving
problems, Emery and Trist (1965), for example, identify
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four types of environments, causal textures ranging from
placid randomized through placid, clustered and disturbed-
reactive, to turbulent fields, in order to account for the
sociopsychological process of organizational change.
Placid environments are relatively stable and
fundamentally predictable. The ideal placid, randomized
environment would be characterized by individuals who
interact about and with the school organization on specific
issues and in a disorganized fashion.
The placid, clustered school environment is relatively
stable and predictable. It is characterized by individuals
who share, in some generally recognized patterns, interest,
goals, and concerns for the schools. The Chamber of
Commerce, the PTA, the Council for Basic Education, tax¬
payer groups, and racial and ethnic groups are examples
of organizations with which the school organization, and
the school executive, regularly interacts.
A disturbed-reactive environment like the placid,
clustered one except that there are multiple groups and
organizations of the same kind but not necessarily desiring
the same input or outcome from the school organization.
If the placid clustered environment creates a potential
conflict for the school analogous to multirole conflict for
the school executive, the disturbed reactive environment
complicates the potential for conflict by adding multiple
role-definer groups for each of the roles. Further, the
competing organizations are aware of each other and are
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generally known to the school organization. Also, fluid
coalitions of organizations are formed, which increases
the uncertainty for school executives (Emery and Trist,
1965).
Turbulent fields are school environments that have
the characteristics of the disturbed-reactive kind. In
addition, the nature of the issues and processes for
settling them are constantly changing as well. The school
organization is confronted with a complex of groups or
organizations that may change frequently, and the input/
outcome issues move from expenditures to program to
treatment of pupils, and the strategy fluctuates from
discussion to picketing to legal action (Emery and Trist,
1965).
Wit’s (1965) analysis of core groups and issues that
impact on the political authority of school board members
and school administrators is a cogent description of the
complexity of the current environment for piablic schools,
especially in urban areas. He identifies parents, students,
teachers, taxpayers, and minorities as the core con¬
stituency making issues and demands on the board of
education, which in turn focuses the turbulence on admin¬
istrators.
Terreberry (1968), explicates four types of environ¬
ments and argues that organizational environments are
increasingly moving in the direction of turbulent fields.
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the more important information (especially advanced
information), becomes, thus adding to the importance of
the liaison subrole of the school executive,
Gaynor (1975), citing both Emery and Trist and
Terreberry, hypothesizes ’’that many school organizations,
especially many urban school organizations, have or are
moving from a ’’placid-clustered" environment to a
’’turbulent field" environment.
Again, a principal who always solves problems is the
same way tends to blpck the development of alternative
attitudes, values, behaviors and skills among groups and
u>
individuals, ^
Yet, in the change process several variables interact
simultaneously and a change in one, if allowed by the
principal, can cause''changes, in the others. The principal
plays the pivotal role of facilitating or blocking this
process, Robert House (1967), points out the usual change
variables as (a) knowledge, (b) attitudes, (c) skills, (d)
individual behavior, and (e) organizational or group
behavior.
Change in any or all of the first three (knowledge,
attitudes, and skills) may not entail a resultant
alteration in behavior, partly because the social and
organizational context in which the individual operates
may be difficult to change. Pressures exerted by a boss,
peers, and subordinates, coupled with the rewards provided
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by the organization in which the individual functions, may
interfere with the change process.
The kinds of change and the conditions which support
change are also suggested by House whose findings (figure
1,1) indicate that an increase in knowledge depends upon
one's personal characteristics, motivation, and ability to
learn. Attitude and skill changes, however, depend not
only on the motivation and ability of the person undergoing
the change, but also upon the training or process used.
For example, while a person may gain knowledge by merely
reading a book or hearing a lecture, those two processes
might have little effect on the person's values or beliefs.
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Processes which alter beliefs often spring from deep
and intimate involvement with one’s own feelings and the
feelings of others* Consider what happens when skills and
attitudes change. First, individuals try to keep some
degree of balance and consistency between what they believe
and how they act; they try to keep what goes on inside
themselves consistent with their external actions.
Second, since both internal and external factors are
usually involved in change, one may start the change
process with either the internal components or with external
behaviors.
Finally, for a change in attitudes and skills to be
successful, a new balance between internal beliefs and
external behavior must be achieved. If the process starts
with altering one’s belief system, then a change in
behavior must follow. Otherwise, the balance may be
restored by keeping the old behavior and returning to
previous beliefs and attitudes. If bi^e change process
starts with altering behavior, then the internal components
must be adjusted. A persoij wishing to change attitudes and
skills must believe that problem-solving is possible and
desirable, ahd must know how to practice the skills
associated with problem-solving. House further indicates
that an individual is not likely to attempt to use the new
knowledge, attitudes, skills unless there is social support
for the new behavior. An individual’s boss, friends, family,
family peers, subordinates,, and other valued people must
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accept or encourage the change in behavior. Herein lies
a dilemma. Generally, we expect others to behave in a
predictable manner, and to some extent discourage change.
Even though someone may attempt to change his behavior for
the better, we will do some things to punish the attempted
new behavior and reward the old. Another kind of balance
must be established between how the individual behaves and
how others expect him to behave.
Finally, people do those things for which they are
evaluated and rewarded, A change in problem-solving
behavior, once the other steps have been met, will be more
likely to occur and persist if supported by pay, promotion,
andother reward systems. Figure 1.1 indicates that for a
change to take place among large numbers of people in an
organization, the formal reward system of the organization
must be in balance with the change, Luke et al, (1973),
states that if an organization expects to utilize inter¬
departmental problem-solving groups, then it must see that
participants are evaluated positively for their work.
Even a planned or pleasant change may produce stress
in the human systems affected by the change. Stress is
seen as a generating force that develops within the human
systems a need for coping. Also, stress is seen as the key
element in the ability of human systems to renew themselves.
In order for the individual, group, and/or organization to
channel stress into a coping behavior, a personal and
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situational data collection is required. However, data
collection is not enough, because there is a need to
clarify the issues causing stress. Then, there is a need
to confront these issues with appropriate modes of behavior
either in conflict or agreement.
Evidence shows that we are increasing stress on the
human systems. Such is seen in Alvin Toffler’e observa¬
tions (1977) about rapid changes in technological, socialf
and economic situations which make it exceedingly difficult
to cope. The picture of increased stress may be seen in
interrelated societies confronted with such problems as
energy shortage, inflation and population explosion.
Research suggests a direct relationship between the stress
occurring in individuals, groups, organizations, and our
industralized society. Stress also affects the line
managers in problems seen in modern bureaucracies and in
large organizations,
Jennings and Macoby (1972) discuss how the effective
line manager not only achieves a mark of success by coping
with stress, but thrives on it. It has been cited that
there is good and bad stress. But, to live a life com¬
pletely devoid of stress may be unexciting, non-challenging
and unproductive. Stress is seen as a natural part of
human functioning. Productivity of hiimans, groups, and
organizations is best under optimal and moderate amounts of
stress, Selye (1979) postulates that there is a variety of
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environmental events or stresses that produce a specific
pattern of physical reaction. If the reactionis long
continued, it may result in a "disease of adaptation", a
condition which soon changes into dysfunction. Stress has
been defined as an intetnal dr personal experience creating
physiological or psychological imbalance vrithin the
individual. In applying this to all hviman systems, stress
is an external or internal event that causes disequilibrium
in a system, creating a condition of homestasis that can
be overtly aided by coping.
However, various amounts of stress cause dysfunction-
ing in the individual; based on such factors as heredity,
personality, habits, past accidents and illnesses. Stress
should also be explored for its effects on decision-making,
productivity, creativity, interpersonal relations and the
management of organizations.
Communication and Participation
In any organization it becomes necessary to establish
channels for communication and participation. Only through
adequate communication can members of the organization remain
aware of organizational goals, keep clearly in mind how
their own work contributes to those goals, understand how
the work of others contributes to the goals, and make
suggestions for the improvement of operational procedures
in the organization.
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Culbertson (1979) points out that there are many
barriers to communication in an organization. These
barriers may include the words used in the communication,
many of which carry different emotional overtones to dif¬
ferent people; or the barrier might rest with the admin¬
istrator as the communicator, particularly if he is in¬
clined to emphasize the aspects of his office related to
status; or the barrier may rest with the members of the
organization as communicatees, if their values and motiva¬
tions are different from those of the communicator.
Erickson and Pederson (1978, .reviewed a number of
studies having to do with communicatioh within schools,
focusing particularly upon.impediments to such communication
Some of these impediments were found in the situation as the
hierarchial structure of the school, the large quantity of
information needing transmission, the lack of collegial
interaction, and the cultural influences on interpretations
of the messages. Impediments were also found in the persons
and included such factors as inept transmission and
reception, failure to respond, misplaced quest for power,
and aversion to threat. Much of the responsibility for
removing these impediments to communication rests with the
administrator.
Katz and Kahn (1974) suggest that the conflict between
rising expectations of involvement and the difficulties of
communication and participation have several maladaptive
effects such as a feeling of apathy at being outside the
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system, blind confirmity to the system, and ferment without
form. Katz and Kahn (1974), continue that most organiza¬
tions can profitably move toward decentralization, and
there can be some shift of authority from officials to
members, distinctions between classes of citizenship can
be reducted, and role enlargement can often give a sense
of greater participation.
Basic Communication Process
Hellriegel and Slocum (1979), suggest that communi¬
cation occurs when individuals send and receive messages in
an effort to create meaning in their own minds, or the minds
of others. A number of elements and relationships between
these elements are involved in interpersonal communication.
Accurate interpersonal communications between two or more
people only takes place if there is a sharing of experiences,
perceptions, ideas, facts, or feelings. Factors within and
external to individuals often lead to inaccurate perceptions,
and poor interpersonal communications. However, agreement
does not need to exist between individuals for accurate
interpersonal communication. While opposing view points are
being transmitted, received, and understood with the
intended meaning, accurate interpersonal communication is
taking place.
Significance of the Study
The study will provide important information on con¬
flict at the elementary, middle, and high school levels.
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Of particular concern are: . 1) The key problems, 2) Causes
of such problems,' 3) Problem-solving methods, 4) Rates of
success of problem-solving, 5) The amount of time devoted
to problem-solving, and 6) Whether the methods used are
evaluated by the principal with a view of generating
alternatives.
Significantly, it is important to learn whether prin¬
cipals learn from their experience and determine alternative
solutions or whether they are fixed or routine in their
ways. The former strategy is predictive of change and
growth and the latter of a stagnant environment. The
current demand for excellence in education requires change.
Assumptions and Limitations
1. The sample of the study was selected, and not random.
2. The principals who were selected could be the ones
who were most effective in solving problems and hence
felt confident to allow the interview. If this was
so, then inefficient principals were excluded and
hence the data cannot be generalized. On the other
hand, if the most confident principals were found
to be stagnant,, then the study is still useful for
replication so. as to include less confident
principals.
3. It is assumed that a pattern would exist in solving
problems.
4. It is assumed that the principals responded openly.
5. It is assTimed that the responses to the questions
were reliable because each principal responded to a
direct open-ended question.
The interview method is used and the categorization
of data is post hoc, therefore, there is no way for





Since the interview method was used for collection of
data on a sample of schools, research questions, and not
hypotheses, were generated in order to guide the analysis
of data. This was especially suitable since no statistical
test of significance was contemplated.
1. In relating causes to problems, would all
principals see the causes as failure to
follow rules or authority? This research
question follows the basic assumption of
the nommethetic leader.
2. Would principals solve the problems in the
same way they see the causes? That is,
would they rely on imposing of rules,
authority, norms, and values as the bases
of problem-solving.
3. If the degree of success was minimum, then
the method used to resolve the conflict could
be a failure. On the other hand, if the
success rate was high, again the method used
could be a case in point.
4. What amount of time spent resolving conflict
could be ascertained? Since the amount of
time used up resolving conflict can limit
the range of time to tend to other routine
or administrative functions, what kind of
conflict could occur, or is it possible to
get this type of effect?
5. How can conflict be dealt with? Given his
or her method of resolution, it could be
possible that specific methods used could
be best in,,some cases and not in other cases.
CHAPTER II
REVIEW OF RELATED LITERATURE
AND RESEARCH
Presented in this chapter is a selection of literature
related to the problem of the researcher. The literature
is reviewed under four areas which represent the major
categories of personnel for school systems: 1) Elements
related to conflict for the community, board of education,
and superintendent, 2) Elements related to conflict for the
principal, 3). . Elements related to conflict for the teachers,
and 4) Elements related to conflict for the students.
Overall, the literature suggests the following needs:
1. To develop inservice training for boards
of education.
2. To integrate administrative programs at the
graduate level and administrative skills
required in actual job performance.
3. To do additional research using a viable
model of clinical supervision.
4. To investigate the use of problem-solving
behaviors.
5. To develop a programmed plan to effect
improvement in the leadership pattern.
6. To alleviate frustrations to enable
persons to meet growth needs.
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7. To assure that structural change be
accompanied by behavioral change in
staff and that the student attitude
information be used appropriately in
a systematic effort to change behavior.
8. To improve communication in the
organization.
9. To establish greater clarification of
role definitions in the organization.10.To develop a plan to deal with stress
in the organization.
Elements Related to Conflict for the Community,
Board of Education and Superintendent
Deere (1982), conducted a study to ascertain if
superintendents and board presidents perceived in-service
activities as important to their functioning and operation.
The superintendents and board presidents were chosen from
local districts in four states within a 150 mile radius to
determine if additional preparational services would be
desirable for elected school board members.
A questionnaire was developed, consisting of thirty-
six questions concerned with the in-service activities of
school board members. The questionnaires were coded by
state so that a comparative analysis could be made between
the states.
The board presidents and superintendents were asked
to identify themselves by position so that a comparative
analysis could be made on their opinions. They were
presented with questions concerning current inservice
training activities that they perceived as pertinent to the
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local program. They were asked their perceptions on the
role and function of the national school board, state
school board, and district or regional associations in
regard to the total in-service programs of their local
districts.
When the questionnaires were returned, descriptive
tables were designed to present the tabulation data which
were received; The data were presented in frequency and
percentage form.
Results concluded, by a majority of the respondents
and the related research, that a void in the in-service
training of school board exists. It was also determined
that the current associations were not providing the
services the local districts desired and that an alternative
type of program should be developed in order to alleviate
the void. There were several findings which indicated that
a course or school should be developed to train school
board members. Finally the needs of the districts should
be identified in order to remediate the problems that were
common to all districts.
Gothold (1974), in a study of elements deterring com¬
munication between school boards and certificated employee
councils, attempted to identify, in districts where the
meet-and-confer process had broken down, those factors
which had contributed to that breakdown.
A random sample of the California School Districts,
representing six countries, was identified. Each district
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had experienced either strike, sanction or persistent
disagreement. Interviews were taped with board members,
board negotiators, CEC members, and teacher association
officers in each district.
Findings were reported in four areas, summarizing
the most commonly mentioned factors contributing to break¬
down of the meet-and-confer process. The findings were
reported in the following four areas;
External Factors
(1) Inexperience of parties to meet and
confer data.
(2) Struggle for power between competing
teaching organizations
Substantive Issues
(1) Salary and related issues
(2) Structure of salary schedules
(.3) Agreement on basic data, i.e., budget figures
Bargaining Strategies
(1) Lack of meeting and conferring "in good faith"
C2) Perceived power of the party
(3) Unwillingness to modify positions
(4) Appeal to an outside (third) party for support
Communication Factors
(1) Lack of trust in other party
(2) Poor interpersonal relationships
(3) Differing perceptions of the same events
(4) Behavior designed to escalate tension
Recommendations included that a positive relation be
established between the parties to the meet-and-confer
process. The Winton Act, or Collective Bargaining, can
serve only as a vehicle to translate trust to cooperative
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action. Without trust, no vehicle will work effectively.
Both sides should have training in the process of the
meet-and-confer, including strategies and communication
skills. The superintendent should not be the board's
representative, as it jeopardizes his ability to serve as
educational leader in the district. More definitive
impasse resolution mechanisms need to be developed. The
establishment of a State Commission to serve as a neutral
third party in persistent disagreement is an approach that
holds promise.
Walters (1980), examined two constructs, social
style and interpersonal communication competence as they
are related to the school superintendency. The focus of
the study was on other perceptions of superintendent
behavior in relation to the assertiveness and responsive¬
ness dimensions of social style, empathy, listening, self-
disclosure, social anxiety, and versatility dimensions of
interpersonal communication pompetence.
Descriptive research methodology was used in this
study. Two questions were used to collect perceptions of
superintendent behavior from administrator co-workers. The
sample was stratified to include superintendents represent¬
ing two populations, superintendents of local school
districts and city/exempted village school districts. One
hundred and fifty-six observations of behavior of superin¬
tendents of local school districts were used in the
analysis.
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Results indicated that the first part of this study
examined the independent constructs of social style and
Interpersonal Communication Competence of superintendents
as perceived by administrator co-workers. The Expressive
and Driver Social Styles were found to dominate the
superintendency of both city exempted village and local
school districts. There was strong agreement that superin¬
tendents' behaviors associated with four dimensions of
Interpersonal Communication Competence: empathy, listening,
social anxiety, and versatility were perceived by admin¬
istrator co-workers. Neither agreement nor disagreement
that behaviors associated with the dimension, self-dis¬
closure, were perceived was established. The internal
consistency of the five dimensional model of Interpersonal
Communication Competence was generally supported by this
study.
The second part of this study, social style and
school district type, was analyzed as predictor variables
of Interpersonal Communication Competence, Statistics
employed indicate that social style was a significant
factor in the determination of Interpersonal Communication
Competence as defined in this study, but school district
type was not statistically significant in the overall
examination of the construct. Interpersonal Communication
Competence,
White C1974, conducted a study to find how in¬
dividuals, organizations and community groups influence
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decisions, on what issues with what effects, to enable
schools to operate with influence,
A descriptive survey of fifteen superintendents
responded to a mailed questionnaire about themselves, their
district, board, and board actions, A taped-recorded
interview clarified questionnaire responses, explored
major school issues, influential individuals, and groups.
Separate individual and group interview guides covered
identifying data, motivation, spheres of influence, inter¬
face, basic types, amounts of influence, covertness, con¬
sistency, and superintendents' recommendations.
Findings indicated that influential individuals were
predominantly male district residents and demonstrated
high attainment and ambitions, more worked against issues,
regardless of age, sex, political, and vocational relevant
needs. Racial minorities were very underrepresented.
Negatives worked through inside and outside channels toward
interests less broader than education. Frequently they
were covert and occasionally inconsistent. Informal groups
often were covert, part of the time smaller, and sought
advantages or political ends. Average ages ranged from
thirty to sixty, skewed to younger ages that were interested
in areas other than economic.
Superintendents recommended: know your emotions,
values, and philosophy, know and believe in people, com¬
municate, delegate, and encourage, lead schools as com¬
munity-leader participant, and use cooperatively developed,
goal oriented, written policies.
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Conclusions indicated (1) the closer meeting individ¬
ual needs coincided with meeting school needs, the more
likely the individual was to take a positive position
toward schools, (2) the closer meeting group needs
coincided with meeting school needs, the more likely the
group was to take a positive position toward schools, (3)
influential individuals and groups acted very frequently
on issues of school finance, often on curriculvim and
desegregation issues and occasionally on all other school
issues, and (4) influence affected all areas of school
decision-making but primarily financial, secondarily
curriculum, and desegregation.
Recommendations included; (1) school administrator
preparation should include in-depth study of influence
and power structures, (2) school boards, staff, and
employee associations should have in-service education
regarding influence and power structures, and (3) replicate,
verify, modify, and refine the study.
Thornell (1980) conducted a study to determine the
perceptions of school superintendents regarding the influence
of the community power structure on selected areas of
school board decision-making as well as identifying useful
techniques to communicate with their local power structures.
A questionnaire was sent to 240 school superinten¬
dents who constituted the representative random sample of
public school superintendents. Responses from superin¬
tendents relative to perceived influence of the local
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community power structure, and perceived effectiveness of
communication techniques were analyzed by the average score
method and influence on effectiveness interval scale.
Findings indicated (1) the community power structure
regardless of types or by school, size, tends to influence
the more external policy areas of school administration,
board membership, selection of school superintendent,
athletics and discipline^ school expenditures, curricular
affairs, personnel, and textbooks, (2) school superinten¬
dents in communities where there are two or more groups
vying for control of the local, public school tend to employ
indirect communication techniques; whereas, school superin¬
tendents in communication with non-opposed power structure
tend to communicate more directly, (3) school superin¬
tendents regardless of perceived power structure type and
school district size groups, did not prefer the use of
"outside" community persons to communicate with the local
power structure, and (4) school superintendents perceive
their techniques in communicating with the local power
structure are only moderately effective for each type of
power structure.
Strong individuals or groups tend to dominate school
and community policies in smaller communities while strong
individuals or groups tend to share the control of public
policy in larger and more diverse communities. All com¬
munity power structures identified in this study, regard¬
less of type, reflect a consistent pattern of influence on
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selected educational areas of school board decision-making
in districts of all sizes. School superintendents prefer
to communicate with the power structure either directly
or indirectly through school-connected channels rether than
through ’’outside” third party individuals. School superin¬
tendents for whatever power structure type perceived an
inadequacy in effectively communicating with their local
power structure.
Garnett (1973), in a study of Preferences of Board
Members for the Participation of the Superintendent in
School Board Decision-Making, examined questions on which
the superintendent should provide information and ones in
which he should make definitive recommendations. At such
times, role conflict between the board of education and
its chief executive is likely to develop.
A knowledge of the preferences of board members in
non-routine decision problems should provide valuable
insight for the superintendent in approaching potential
role conflict situations. An understanding of those
administrative task areas in which potential conflict is
greatest should be valuable too. In addition, information
regarding individual preferences by personal character¬
istics of board members, by school district factor, and by
superintendent traits should be valuable to superinten¬
dents to characterize the preferences of any set of board
members and anticipate potential conflict situations.
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The survey was obtained by means of a questionnaire
composed of three basic sections reflecting superinten¬
dent behavioral action; participating, informing and
recommending. The two choices of information available
within the informing mode were; (a) supply specific
background information related to problems of this type,
and (b) present feasible alternative solutions to the
problem. The non-routine decision-making problems were
grouped into the administrative task areas of personnel
administration, finance, school plant management and
planning, curriculum development, pupil services and
public relations. A portion of the questionnaire solicited
data regarding personal characteristics of board members
respondents, i.e,, age,.-sex, years,of education, occupation,
and length of board services. Information pertinent to
the superintendent such as total years of experience,
years in present position,, and whether selected from
within or without the school system were requested.
The problem situations reflected:actual problems
recorded in the official minutes of nine school districts
over a period of thiee“years. A panel of three superin¬
tendents and three professors of educational administra¬
tion reviewed the decision situations described for clarity,
appropriateness, and general comments. A pilot question¬
naire was tested by seven individuals from three different
boards of education at both elementary and secondary levels.
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Findings provide evidence that (1) a vast majority
of the respondents preferred the superintendents'
participation in the decision-making process of the board
of education, (2) informing behavior on the part of the
superintendent is very highly preferred by board members
for all informational choices, and (3) the recommending
mode is the least favorable behavior mode. The superin^
tendent's influences in decision-making vras ranked by
board members in the following descending order: cur¬
riculum, personnel administration, pupil services, school
plant management and planning, finance, and public
relations.
Delka (1982), sought to define and validate a com¬
petency-based model of skills required for the high
school principal to perform the responsibilities of a
staff developer.
Questionnaires were sent to public school superin¬
tendents, high school principals, and two teachers in
each school. A 76.5 percent usable return was received.
Data were analyzed to determine if significant differences
could be found between respondent groups, strata, or years
of experience in a role. All tests were conducted at the
,05 level of significance.
Findings indicated (1) teachers', principals',
superintendents' perceptions differed significantly from
each other on the staff developer competencies actually
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practiced, (2) principals were most in agreement about
staff developer comeptencies actually practiced and that
should be practiced; superintendents were least in
agreement, and (.3) in most staff developer’s competencies,
respondents’ expectations were rated higher than actual
practice by those with more years of experience in a role.
Concluions cited (.1) teachers, principals, and
superintendents need to be m^de more aware of the com¬
petencies necessary for a high school principal to perform
the role of a staff developer, (2) principals are not
currently practicing staff development competencies to the
degree that teachers, and superintendents perceive they
should be practicing the competencies, (3) superintendents
have a higher level of expectation for principals to
perform the competencies of a staff developer than do
teachers or principals, (4) respondents generally hold
similar perceptions of the principal's performance as a
staff developer regardless of school district stratifica¬
tion, and (5) one can describe a set of competencies which
may be used to measure the performance of the high school
principal as a staff developer; thus the competency-based
model is a valid instrument to evaluate the principals'
staff developer role.
Hill (1982), conducted a study to assess the current
attitudes of public school superintendents toward satis¬
faction factors that affect their careers. The study
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provided an overall perspective of what superintendents
felt were some of the more rewarding aspects of their
positions.
The data in tl^is study were collected by a question¬
naire submitted to 301 active superintendents within
those fifty-four counties which comprise the southern half
of the state of Illinois. The 231 return were tabulated
by computer and examined for purposes of description. The
study was descriptive in nature, the analysis was based
upon frequency distribution and cross-tabulation to
provide for the description of the characteristics of the
population. Frequencies were coverted into percentages
and ranking for each of the eleven job satisfiers, (1)
Community, (2) finance, (3) job security, (4) prestige,
(5) job fulfillment, (6) fringe benefits, (7) power and
influence, (8) school system organization, (9) personal
growth, and (10) staff relationships categories examined
in this study. Relationships between the demographic
variables were compared. Deviations for a variable group
were considered numerically significant when a deviation
of two or more positions in rank occurred, or when the
percentage of disagreement responses deviated by ten or
more percentage points.
The four major job satisfiers for Southern Illinois
superintendents examined in this study were power/
influence, prestige, school organization, and superinten¬
dent board of education relationships.
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The four job satisfiers of least importance were
fringe benefits, community, finance, and job security with
personal growth, job fulfillment, and staff relationships
in the middle.
Sepulveda (1982), conducted a study to determine and
compare attitudes of public high school administrators,
community leaders, and parents concerning their perceptions
of school community relations. Questions based on (1) how
important an effective school community communication and
an active participation are for each group, and (2) how
they perceive the present integrative processes and the
utilization of resources in school-community relations.
A random sample of eleven schools including their
sixty-two administrators, 262 parents and seventy-three
leaders.
To collect data, questionnaires and interviews were
designed. The questionnaires were divided into two parts;
(1) Demographic information and (2) a series of statements
relative to school community relations. Statistical chi-
square was used to prove significant differences.
Findings indicated that: Significant differences
in perceptions about school-community relations are held
by administrators and leaders followed by administrators
and parents. Community members show a more positive and
facilitative attitude toward community participation in
schools than administrators do. Parents and community
leaders report a lack of school information and
-32-
cominunication. Most participants agree that the admin¬
istrator must be trained to deal with community relations.
Most participants also think that the present procedures
of community relations are inappropriate and therefore,
must be improved. Likewise, they agree that school
resources are not maximally utilized for school-community
relations as good or acceptable while the administrators
do. Poorer information and communication have hampered
relations between public schools and their communities.
Definition of roles, training of personnel and active
participation of all involved would lead to improve the
existing problems between the schools and their com¬
munities.
Elements Related to Conflict
for the Prihcipal ~ ~
Friedland (1973), developed an instrument, which
revolves around case studies dealing with the prevalent
educational problems facing high school principals today.
The problem areas themselves were delineated by a survey
of parents, students, teachers, and administrators. The
survey consisted of a questionnaire mailing to approxi¬
mately 1500 people of these four categories asking them
to respond to eighteen stated problems that appeared most
frequently in the literature. The survey resulted in a
rank order of importance of these problems and the top
eight were seen as follows; (1) maintaining harmony in
a racially integrated school, (2) drug use among students
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of secondary school age, (3) the nature of the school’s
authority and discipline with respect to students, (.4)
the rate of school change to meet the varying needs of
students, C5) alienation of secondary school students
from the high school, (6) the evaluation of the quality
of education being provided by the secondary schools, O)
the need for new goals and objectives for secondary
schools, and (8) involving teachers more productively
in the decision-making process in the school. Ten case
studies were developed from the survey results, two each
on the first two problem areas, and one each on the
remaining six areas. Each case study had^ as its foun¬
dation, suggested solutions pertinent to each problem
area as made by the survey respondents in the form of
directional statements. Each case revolves around the
high school principal as the focal individual and while
a variety of endings were used, each ends With the problem
unsolved. The case studies were overwhelmingly favorable,
both with respect to‘quality of the cases themselves and
A
with respect to their potential to preparing future high
school principals. The case studies were unique in that,
they were derived in part from the directional suggestions
as made by parents, students, teachers, and administrators.
Williams (1982), explored the relationships in one
school district of the following variables: Principal
performance and student achievement; school climate and
student achievement; and principal performance and school
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climate, Using the school as the unit of analysis, data
from twenty elementary schools were utilized in the study.
Both Pearson and partial r were calculated. Teacher
perceptions of principal performance were measured by the
staff survey. Teacher ratings of school climate were
secured by the Climate Survey and student perceptions were
collected by aggregating responses from selected items of
the Student Attitude Inventory, Student achievement data
were collected from fifth grade students utilizing the
Comprehensive Test of Basic Skills. Data were collected
for each of two years and were averaged to provide more
stable, generalizable information.
The findings indicated that (1) since significant
correlations were established, student achievement appeared
independent of principal performance, (2) Pearson corre¬
lations between both teacher and student perceptions of
climate and student achievement were significant at the
.10 level. When the influence of the control variables
was partialled out, however, the partial r’s were not
significant. (3) Principal performance correlated highly
with teacher perceptions of climate (r = .91). Each of
the nine principal performance scales also correlated
highly with teacher ratings of climate, (4) Only perceived
principal effectiveness in school-community relations and
pupil personnel management correlated moderately (r = .541).
(5) Mean building IQ correlated significantly with both
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teacher (r = .56) and students (r - .43) perceptions of
climate.
Lammel (1973), developed a model for assessing
principal-parent interaction. The procedures of this
study were development from a theoretical model.
There were two significant differences between the
parent perceived climates pf the four schools when male
perceptions were compared and significant differences for
female. There were significant differences identified
between the four principals’^ indirect and direct verbal
behavior. The following hypotheses were suggested as being
applicable to the refinement model; (1) the greater the
use of principal-parent decision-making level questions,
followed by parent initiated talk the greater the press
for affiliation, (2) the higher the ratio of principal
initiated parent talk on the decision-level, the press
for the climate scale of affiliation was higher, C3) the
greater the use of principal value statements the lower
the press for personal growth and development of individ¬
uals, (4) the greater the use of parent-initiated value
judgements, the lower the preses for achievement, (5) the
greater the use of parent initiated talk on the value
level, the lower the press for exhibitionism-inferiority.
The study suggested (1) research into other phases of
parent perception, (2) correlation between administrative
behavior preparation programs at the graduate level and
administrative skills required in actual job performance.
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(3) a follow through of the hypothesis using a larger
sample of principals and parents, and (4) the relation¬
ship and effectiveness of administrative verbal behavior
between administrator and students, teachers, and parents,
Knautz (1982), examined the relationship between
occupational stress and three categories of selected
variables descriptive of high school principals; person¬
ality, demographic and situational. The literature
provided little evidence of research on stress of princi¬
pals. It did provide extensive evidence of existing
relationships between occupational stress and variables
descriptive of workers in other occupations.
The study generated data relative to the following
specific question: What relationships exist among
principals’ occupational stress and self-concept, self¬
esteem, work motivation, age, educational attainment, and
school location.
The criterion variable, occupational stress, was
measured by a scale developed by Kahn et al. in 1964.
Three of the predictor variables, self-concept, self-esteem,
and work motivation, were measured by personality factors
identified in Spielberger's State-Trait Anxiety Inventory
(Form Y-1977) and Sales' Short Type A Behavior Scales as
modified by Caplan and Vickers. These scales along with
six single item demographic and situational measures,
comprised the fifty item questionnaire that was administered
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to 325 high school principals. The data were submitted
to multiple regression analysis using an alpha level of
.01.
Results indica,ted that; (.1) High school principals
report a moderate level of occupational stress; 2.48 on a
four point scale. (2) Among the three categories of
predictor variables, the personality variables had the
highest level of association with occupational stress with
self-concept accounting for 23,24 of the variance with a
statistically significant correlation of r = 0.48.
Croarkin (1975), in a study of the effect of selected
stress situations on prospective and practicing secondary
school administrators related information to experience,
personality traits, and demographic data.
The simulation of selected stress situations con¬
sisted of an audio-video tape of five selected stress
situations common to secondary school administration. The
effect of this simulation was obtained by utilizing a
polygraph. Experience categories consisted of (1) no
teaching experience or administrative experience, two years
or less administrative experience, (2) some teaching
experience but no administrative experience. A total of
fifteen personality traits were obtained by using the
Omnibus Personality Inventory. The statistical treatment
of this study was used to compare the Polygraph Stress
Scores of forty subjects to (1) ranges of experience, (2)
fifteen personality traits as measured by the Omnibus
-38
Personality Inventory, and C3) several demographic
variables. The comparison involved the following statis¬
tics; A one-way analysis of variance F Test; the Fisher
T-Test; the Kruskal-Wallis sum-of-ranks, or H-Test; and
calculations of Pearson-Product Moment Correlation Co-
2
efficients, r, and r ,
The findings of the study included the following;
Those subjects with the experience exhibited a significantly
higher polygraphic arousal pattern than did those subjects
with teaching or administrative experience. Those subjects
with no experience measured more stress while viewing the
audio-video tape of five selected stress situations common
to secondary school administration. Also subjects with
higher Religious Orientation Scale scores exhibited a
significantly higher level of stress than did those subjects
with lower Religious Orientation Scale scores.
Recommendations encouraged students to obtain actual
classroom experience prior to advanced graduate study. Also,
audio-tape provided an effective means of improving the
preparation of potential secondary school administrators.
Brauer (1980), examined the relationship of role
ambiguity and role conflict to job satisfaction among
individuals employed as school principals and subject areas
consultants. Research questions addressed (1) differences
between the levels of role ambiguity, role conflict, and
job satisfaction for principals and consultants, (2)
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relationships between role perceptions and job satisfaction
and, (3) differences in the role perception-job satisfaction
relationships for the two groups. Findings from a review
of the literature indicated that multiple interrelated
factors in the formal structure and the social relationships
in a complex organization determine the way in which one
perceives his or her role and subsequently behaves. Acute
role conflict and role ambiguity have yielded conflicting
results regarding the relationship of these perceptions to
job satisfaction. Few studies of these relationships have
been conducted in educational organizations. No studies
were found which compared line and staff managers from the
same formal organizations.
Data were gathered using the Rizzo, House, and
Lirtzman Scales of role ambiguity and role conflict and the
Bullock Job Satisfaction Scale, The research questions
were divided into four categories for analysis of the data.
The first category a T-Test was used to examine
differences between consultants’and principals' perception
of role ambiguity, role conflict and job satisfaction.
Results indicated that consultants perceived signifi¬
cantly higher levels of role conflict and role ambiguity
in their job as leaders in the area of curriculum and
instruction than did principals.
In the second category of research questions, the
significance of relationship between the role perceptions
and level of job satisfaction was examined for each group.
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Pearson-product moment correlations showed significantly
negative correlations for both principals and consultants
between the two role perception factors and job satis¬
faction.
For the final category, Fisher’s Z transformation
was used to yield data comparable as normal curve deviates.
No significant differences were found between the role
conflict-job satisfaction or the role ambiguity-job
satisfaction relationship for principals as compared to
consultants.
Liompkin (1980) , designed a study to determine the
qualifications and role status of English department
chairpersons in the secondary school of Florida. It also
was designed to distinguish between the role status as it
actually exists and an ideal role that the three reference
groups deemed desirable for the most efficient department.
The investigation involved English teachers, English
department teachers, and principals randomly selected from
school districts. The Florida Education Director, 1978-79
was used to obtain a stratified random sample "clusters"
or districts in order to assure representation of large,
medium and small schools. Respondents from the three
groups returned 208 usable questionnaires which had been
designed by the researcher. The questionnaire consisted
of four parts, A cover sheet asking for demographic,
qualifications and role status information and a "REAL"
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component asking for responses which indicated duties
presently being performed by English chairpersons. Also
included, was an IDEAL component asking reference groups
to respond to the same questions but in a manner they
deemed most desirable for their school. The final com¬
ponent which solicited information about the English chair¬
person roles as affected by contemporary issues in
education.
The study showed that the present role status of
functions in any of these areas are not the same in actual
practice as respondents feel they should be to best serve
the school. This study indicated two reasons for the dif¬
ference, CD lack of release time to perform the functions,
and (2) lack of power of authority to carry out the
functions.
Wold (1982), examined the relationship between the
role of the high school principal as perceived by the
principal and school climate as perceived by teachers and
students,
To assess principal role, a sample of forty-three
principals were given the "Role of the Principal" instrument,
designed to produce a management score, change agent score,
and composite of the two. To assess school climate, a
sample of 2,275 students were given the Student Opinion
Inventory, Mean relationships were tested using correlated
analysis, A ,05 level of significance was used to test
the null hypothesis.
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Basic research question was: Is there a relationship
between the role of the high school principal as perceived
by teachers and students? This was fiarther analyzed by
school size, district size, and the existence of teacher
contract negotiations for the years of the survey. Data
were also analyzed which tested the relationship between
the principal's change agent and management roles, and
individual climate subscores for both teacher and students.
In those areas of significance, the relationship was
always negative. The principal's change agent role produced
the most significant correlation with the teacher's per¬
ception of school climate. The more of a change agent the
principal perceived himself, the more negative the teacher's
perception of school climate.
Findings also revealed a different climate perception
profile on the part of students. Other than a few excep¬
tions, the significant correlations were generally found
with the principal's management role. Teachers' composite
perception of school climate demographic factors demon¬
strated significant results for the principal's change agent
role in large high schools and in ischools with no teacher
contract negotiations for the year of the survey, students'
composite perception of school climate, demographic factors
demonstrated significant results for the principal's manage¬
ment role and composite total only in schools which had
contract negotiations for the year.
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Findings indicated that role aitibiguity did interact
significantly with four of the leadership dimensions
(direction, supportive, participative and maintenance
leader behavior).
Estadt (1974), examined the relationship in the
educational setting between (1) teachers' perception of
the manner in which principals administer rules toward
teachers, and (2) pupil control behavior of teachers as
perceived by the student. The rule administration behavior
of principals was measured with respect to three categories:
representative, punishment-centered, and mock. The pupil
control behavior of teachers was measured on a continuum
of humanistic-custodial behavior. Two hypotheses were
investigated: (1) The first hypothesis predicted a positive
relationship between the representative rule administration
behavior of principals and the humanistic pupil control
behavior of teachers; (2) Hypothesis number two predicted
a positive relationship between punishment-centered prin¬
cipal rule administration behavior and custodial pupil
control behavior of teachers; and (3) Hypothesis three
stated there would be a relationship between the mock rule
administration behavior of principals and teachers pupil
control behavior.
The sample consisted of seventy-nine secondary
teachers from nine secondary schools. Participants com¬
pleted the Rule Administration Scale developed by Caldwell
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and Spalding to measure teacher perception of principal
rule administration behavior. Personal data were also
collected on teacher participants. Two classes of each
participating teacher completed the Pupil Control Behavior
form developed by Helsel and Willowner to measure student
perception of teacher pupil control behavior. A total of
2,674 students completed the PCB Form. A Pearson-product
moment correlation was used in the statistical analysis.
The results did not support any relationship between
principal rule administration behavior and the pupil con¬
trol behavior of students. None of the hypotheses were
confirmed. Data analysis indicated that certain teacher
characteristics were able to account ior variance in
teacher-pupil control behavior. Sex of teacher (-0.3074),
level of experience (0.2710), and subject teacher area
(0.2657) were all related to pupil,control behavior. These
findings were significant at the .05 level of significance.
The underlying assumption of this investigation was based
upon a theoretical framework suggesting that management
behavior in organizations tended to manifest itself in a
homogeneity of behavior as it flowed from higher to
descending levels of management. The assximption was derived
from findings in industrial and production-oriented
organizations. It was purported that similarities of human
organizational behavior transcend organizational differences
and structures. With reference to homogeneity of
-45-
management behavior, it was hypothesized that certain
relationships were present throughout the school organiza¬
tion. The structural arrangements of the school provide
a number of intervening variables that might possibly
mitigate against a relationship between principal rule
administration and behavior and teacher-pupil control
behavior.
Holloway (1981), examined the path-goal proposition
that the interaction of leadership behavior and the degree
of ambiguity in the subordinate's task will have a direct
impact on job satisfaction. The basic question in this
study was: Is role ambiguity a key variable that moderates
the relationship between principal leader behavior and
teacher satisfaction?
Five dimensions of leader behavior, as outlined by
path-goal literature, were assessed in this study. Path-
goal theory indicates that these types of leader behavior
can be exhibited in the same individual in various
situations: (a) directive, (b) supportive, (.c) partici¬
pative, (d) achievement-oriented, and (e) maintenance
leader behavior. It was hypothesized that the interaction
between these leader dimensions and the degree of role
ambiguity the teacher perceives in his/her task would have
a direct impact on teacher satisfaction, as well as eight
subscales of satisfaction.
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The population of this study was secondary school
teachers. A sample of 150 teachers was selected randomly.
Eighty-one percent of the teachers participated in the
study. Data were collected by means of a questionnaire
which measured three variables: leader behavior, role
antoiguity and teacher satisfaction. The instruments
utilized were the Principal Leader Description plus two
leader-behavior s\:ibscales developed by Griffin, The Role
Conflict Ambiguity Questionnaire developed by Rizzo, House,
and Lirtzman and the Job Satisfaction Survey. Multiple
regression analysis was used to test the hypotheses.
Principal Leadership Styles
in conflict
Nicolai (1972), in a study of administrative behavior
as perceived by high school principals, had three purposes:
(1) to investigate the administrative behavior of the
superintendent of schools, (2) to determine the elements
of the effective and ineffective administrative behavior of
the superintendent of schools as perceived by high school
principals, and (3) to determine the principal's recommen¬
dation for the optimum level of the superintendent's
administrative behavior.
Participants included 157 high school principals
whose school districts contained two, three, four, and
five high schools, exclusive of continuation high schools,
adult education, high schools, evening high schools, and
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high schools possessing other than the traditional nine
through twelve and ten through twelve grade level
structure.
The five major conclusions were (1) the crucial
elements of effective and/or ineffective administration
behavior as perceived by high school principals involve
communication, human relations, public relations, and
decision-making, (2) school principals perceive the area
of communication skills as the most vital concern in their
relationships with the superintendent of schools, (3) the
administrative behavior of the superintendent of schools is
generally evaluated positive as perceived by high school
principals, (4) younger less experienced high school
principals viewed the high school principal differently
from older more experienced high school principals, and (5)
many high school principals are reluctant to discuss the
behavior of their superintendent.
Three major recommendations were: tl) The superin¬
tendent should take steps to improve his communication
skills in dealing with high schoolsprincipals in particular
and the entire school system in general. (2) Visits to
schools and school personnel should be a routine activity
of the superintendent of schools, (3) Periodic evaluation
of the superintendent's administrative behavior and pro¬
fessional performance should be made by the employees of
the school system both certificated and classified, for the
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purpose of assisting him in understanding the feelings,
opinions, and attitudes of staff.
Simmons (1981), conducted a study to determine
whether or not there are research based theoretical con¬
structs and principles underlying clinical supervision, in
both its content and the process model. The purposes of
the study were to (1) describe the current status of
clinical supervision, (2) identify theoretical concepts
which were the basis of the model, and (3) provide recommen¬
dations for a realistic clinical supervision model for
practicing supervisors.
Thirty-six elementary school principals were selected
from three school districts which utilized staff develop¬
ment centers, a questionnaire was utilized to collect data.
The questionnaire dealt with current practices of clinical
supervision, various models utilized, and theory involved.
Interviews were scheduled with each principal and a
district level administrator. The results were classified
and analyzed using descriptive statistical techniques.
The major findings of this study is that there is
no consistent system of clinical supervision. The contents
which were observed (i.e., interaction analysis, principals
of learning and elements of instruction) has changed
significantly, although the process (format for con¬
ferencing and observation) have remained basically the same.
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The clinical supervision model has not been based
on research although the content presently utilized
(Madeline Hunter's principles of learning) is theoretical
sound.
It is concluded that there is minimal research
dealing with the influence of clinical supervision on
student achievement or teacher performance as related to
clinical supervision, yet 100 percent of this study's
sample felt that improving instruction was the major goal
of clinical supervision.
Recommendations include that additional research be
initiated using a consistent, viable model of clinical
supervision.
Khalil (1982), conducted a study (1) to identify and
synthesize the behaviors/strategies of effective change
agents, (2) to validate the behaviors/strategies change
agents use and find effective in practice.
A structured personal interview utilizing critical
incidents was used to collect data. This was supplemented
by a paper and pencil survey in which change agent strat¬
egies were ranked and rated and in which demographic data
were collected. The researcher conducted all interviews
personally, utilizing a random sample of twenty principals
in Southern California who were trained in change agent
methods by the Association of California School Administra¬
tor's Project Leadership.
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Findings, included that 97 percent of the change agent
principals used multiple strategies to achieve goals, the
most frequent change goals were in the areas of climate/
motivation and curriculum/staff development, principals
utilized small groups, large groups, and individual strate¬
gies, in that order, faculties were the target of dis¬
proportionate number of strategies, the principals' beliefs
or opinions were the basis of 93 percent of the reasons
strategies were selected, the principal's and staff's
beliefs and actions were perceived as the basis for the
success of the change 74 percent of the time.
Recommendations (1) replicate the study with a larger
sample, (.2) investigate the relationship between respondents'
sex and strategies identified as effective, (3) investigate
the lack of use of problem-solving behaviors, C4) investi¬
gate the existence of observable positive effects of a
change-oriented principalship.
Hoff (.1981), in an analysis of organizational climate
and administrator job satisfaction in Class III Schools in
Nebraska, conducted a study to determine if differences in
climate factors included in the Work Environment Scale
differed significantly when differing perceptions of job
tension, job satisfaction, job involvement, and decision¬
making were present for administrators.
Measures of four job dimensions—satisfaction,
tension, involvement, and decision-making were compared to
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the three factors—relationships, personal growth, and
systems maintenance or change of the Work Environment
Scale. Subjects were divided into two groups, high and
low based on perceptions of the four job dimensions.
Data were collected from administrators in twenty-one
Class II schools with a superintendent, a secondary prin¬
cipal and elementary principal who had all served at least
one year in the district. Data were utilized using measures
of central tendencies and T-Tests. Significance selected
for the study was .05.
The findings indicated that administrators with high
job satisfaction perceptions have higher perceptions of
idiographic and nomethetic presses within their respective
organizations than do administrators with low job satis¬
faction.
Administrators with high job satisfaction take
advantage of opportunities presented within the organiza¬
tion to grow personally and professionally, while admin¬
istrators with low job satisfaction tend to ignore
opportunities to grow and rely upon bureaucratic measures
to control the organization.
Smith (1981), conducted a study to determine if
significant relationships existed between the leadership
style of the principal and the kinds and severeity of admin¬
istrative problems, including disciplinary problems found
in the school.
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This study included thirty Florida middle school prin¬
cipals and 450 middle school students. The Leader Behavior
Quest!onaire-Form XII Self Instrument and a demographic
information sheet were used to collect data from the
principals and the School Problem Area Survey Students
Questionnaire, to collect data from the students.
Findings indicated that students perceived discipline
as the most severe problem existing in the schools. Students
also idenitifed major administrative problems in the areas
of school attractiveness; student characteristics; and
relationships; teacher-student relationships; and principal-
s.tudent relationships. For principals, demand and recon¬
ciliation were their weakest traits, and that a high inter¬
relationship existed between the leadership behavior of
middle school principals and identified administrative
problems at the .05 level of significance; and that
representation, consideration, production emphasis, and
initiation of structure made the strongest contribution to
this significant interrelationship.
Pimentel (1982), in a study of the relationships
between perceived leadership styles of elementary school
principals and levels of teacher satisfaction with partici¬
pation in decision-making, the study sought to assess
teacher satisfaction with participation in decision-making
as affected by leadership style.
A sample of fifty elementary schools from twelve
districts participated in this study. Ten randomly selected
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teachers from each building completed the Leader Behavior
Description Questionnaire (LBDQ), which determined their
principal's leadership style. The two fundamental dimen¬
sions of leader behavior, initiation of structure and
consideration, outlined in the LBDQ were ■used to measure
leadership styles.
Teachers also completed the Teacher Decisional Con¬
dition Questionnaire(TDCQ), which assessed actual, preferred,
and experience level of participation in eleven common
types of decision-making situations. On -the basis of the
TDCQ, teachers were classified as decisional "equilibrium",
under Alutto and Belasco's (1972) system characteristics,
such as teacher age, nvimber of years teaching experience,
type of degree held by the teacher, and experience in -the
eleven decisional conditions constituted the control
variables. The relationship of the independent and
dependent variables were analyzed via analysis of variance.
Each control variable then ended in a covariate in an
analysis of covariance.
Results of characteristics ..indicated that (1) analysis
of teachers involved from elementary school revealed that
the s\±>jects of the study were predominantly feminine in
gender, held a B.A. degree, below thirty years in age, and
had less than four years of teaching experience, (2) the
majority of the teachers within the school perceived -them¬
selves as being "a deprived" decisional condition.
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Findings also revealed that (1) elementary principals'
leadership style has little bearing npon the decisional
satisfaction of teachers, (.2) in addition, age, educational
level, and teaching experience are associated with the
amount of participation a teacher desires for optimum
satisfaction in decision-inaking situations.
Boy (1981), conducted a study on the topics of values,
leadership styles and organizational effectiveness. The
purpose of the study was to determine what aspects of a
respondent's background, value system and leadership style
predict organizational effectiveness in a large manu¬
facturing plant in Massachusetts. This study was related
to behavioral -model (VABLO) which was based on the review
of pertinent literature.
The Personal Values Questionnaire provided individual
seven point rating responses to selected values. The
Leadership Style Questionnaire gathered specific demographic
data and scores in terms of McGregor's Theory X-Theory Y-
Leadership Style Continuum. The Organizational Effective¬
ness Questionnaire gathered measures of effectiveness.
The respondents' values scores were subjected to
factor analysis techniques to establish a reduced value
grouping. This grouping of values orientations, along with
leadership styles scores, demographics and effectiveness
responses was examined -through thirty-three step wise
multiple regression analyses to investigate the following
hypo-theses;.
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Hypothesis 1; There will be a difference among
respondents' valnes depending on
their demographic background, (age,
sex, educational level, managerial
and military experience and
leadership training).
Results of hypothesis one indicated that all six demographics
contributed to the prediction of each of the values factors.
The older the respondents were, the more conforming,
cautious, and security minded they tended to be. Males
tended to score higher than females in the Security
Conservative Orientation. High educational levels ranked
skill, ability, achievement and success very highly while,
if a respondent was presently a manager, he/she considered
loyalty, compassion, cooperation, and trust to be highly
significant. Respondents with military experience scored
high on such values as conflict, risk, and force.
Hypothesis 2; The differences in scores in
the Personal Values Questionnaire
have a positive correlational
relationship with Theory X and
Theory Y tendencies.
Respondents that leaned towards Theory X if they were:
power authority-based, scored low in compassion, trust and
cooperation; scored high in risk and force; and scored high
in productivity and profit maximization. Respondents
leaned toward Theory Y if they valued compromise,
rationality and fairness; scored high in social welfare
and compassion; and valued industry leadership and organi¬
zational growth.
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Hypothesis 3: There is a relationship between
Theory X and Theory Y scores and
organizational effectiveness.
Theory X and Theory Y scores do not predict the measures
of organizational effectiveness. A subsequent finding is
that some of the selected demographics play important roles
in prediction of different measures of organizational
effectiveness. These findings imply; The more an individual
trains himself in a speciality, the better his or her
raises are, but the more he/she will be pigeon-holed and
not promoted through the ranks.
In terms of leadership training and organizational
effectiveness; respondents with leadership training tended
to be less satisfied with their jobs and got smaller raises
than those respondents without leadership training; those
respondents with leadership training tended to obtain more
promotions than those without; and leadership training had
no noticeable effect on the attainment of awards.
Thomas (1974), conducted a study to determine if
Seventh-Day Adventist administrators tend to be more
custodial than humanistic in their administrative manage¬
ment style and whether or not their teachers have the same
perception of them, to examine a number of the theoretical
notions of administrative management styles as expressed by
the leading theorists of educational administration, to
describe the Adventist philosophy of education and try to
relate these fectors to experience and development of the
Seventh-Day Adventist School System.
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The schools were selected from Seventh-Day Advw '-■''.st
schools in the states of Michigan, Wisconsin, Indiana, and
Illinois. A total of 127 schools, included elementary,
junior and senior academies were used in the sample.
Pencil and paper questionnaires were used to gather infor¬
mation.
Significant results indicated that (1) Seventh-Day
Adventist school administrators are more humanistic than
custodial in their administrative management styles, (2)
there is a more positive agreement between the teachers'
perception and the principal's self-perception of his own
administrative style, (.3) teachers who are dissatisfied
with their jobs have a custodial view of administration,
C4) as job satisfaction increases, the trend of perceptions
change gradually from a custodial perception, to a humanistic
perception.
Chen (1973), conducted a study of the comparison of
junior high school principalships in Missouri and Taiwan,
and to examine the differences between the two principal-
ships.
Sources of data included a questionnaire which was
completed by 273 of a total population of 733 junior high
school principals in Missouri and Taiwan, and a personal
interview with twenty principals.
Findings indicated that (1) almost all of the junior
high school principals in Missouri had the masters degree
or higher, while only 10.7 percent of their counterparts
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had the same attainments, (.2) junior high school principals
in Missouri were likely to have had the degree in education,
while those in Taiwan were likely to have had the education
degree in various fields, (3) junior high school principals
in Missouri had a superior opportunity and participated
more actively in in-service educational activities than
did their counterparts, (4) the mean hours for which the
Missouri junior high school principals worked weekly on the
school administration was 52.52 hours compared with 57.76
hours for the Taiwan principals, (5) a slightly higher
proportion of Taiwan junior high principals than Missouri
principals felt somewhat dissatisfied with their present
role and aspired to other positions.
It was concluded that (1) a need for greater emphasis
on professionalism and stability of the junior high school
principalship in Missouri and Taiwan, (2) attitudes of
school principals toward educational issues are greatly
influenced by non-school elements.
Elements Related to Conflict
for the Teachers
Cook (1982), examined elements affecting teacher
stress. Specifically, the study investigated relationships
between teacher's perceived job stress, attribution of
responsibility, social support, and teacher characteristics
of sex, age, years of teaching experience, and grade level
taught.
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The Cook Teacher Stress Inventory (CTS) was developed
using data from previous studies and feedback obtained in
two pilot studies, to collect data related to the proposed
relationships. The CTS was administered to 540 classroom
teachers employed in five sxaburban school districts address
ing issues previously examined and addressing issues not
previously examined. The hypotheses were proposed and
tested.
Analysis of variance procedures were employed to
assess the relevance of the hypotheses at the .05 level of
significance. Post-hoc analysis was.conducted to investi¬
gate sources of statistical significance. Descriptive
analysis was utilized to analyze other relevant data.
Analysis of the data in the study found relationships
to exist between teacher stress, attribution of personality
social support, and the teacher characteristics of sex and
age. The degree of stress produced by the teaching events
examined supported findings in previous studies on teacher
stress.
Stone (19821, examined the relaitionship between
perceived stress in teachers and their level of job satis¬
faction, locus of control, orientation, and length of their
teaching experience.
Results indicated (1) there were significant dif¬
ferences between teachers ' communication style and how they
rated their students. The differences existed, only for
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Intuitive and Feeler Teachers' dependability, consideration,
punctuality, and creativity, (2) there were significant
differences between communication style and grade level of
teachers rating students. The differences existed for
Feeler and Sensor Teachers and only for certain selected
traits, (3) there were significant differences between
communication style and the sex of the teachers, but do
exist for Intuitive Feeler and Sensor Teachers, C4) there
were significant differences between communication style
and how students rate their teachers, (5) there were
significant differences between the communication styles
and grade levels in terms of how they rated their teacher,
and (6) there was significant differences between the
communication style and the sex of the student rating
teachers. However, significant differences existed only
for Sensor Students.
Murphy (1974)., investigated the relationships between
teacher's perception of the degree of morale among teachers
and their perceptions of the organizational climate in
selected high schools. Also, investigated were the
teacher's perceptions of what selected factors contributed
positively or negatively to teacher morale in these same
schools.
The study tested the null hypotheses: (1) No
significant relations existed between teachers' perceptions
of the organizational climate in selected high schools.
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(2) No significant differences existed among teachers in
their perceptions of what selected factors contributed
positively or negatively to morale in selected high
schools.
Teachers were administered the Purdue Teacher
Opinionnaire to measure the organizational climate. Three
hundred and six teachers responded to the opinionnaire.
The Pearson Product-Moment correlations coefficients and
the single classification analysis of variance technique
was used to test the hypotheses.
The results indicated (1) hypothesis number one was
rejected as there were forty-two significant correlations
found at the .05 level of significance, and (2) hypothesis
number two was also rejected. Eight significant differences
out of eleven were found at the .05 level of significance.
The study confirmed that the pattern of school admin¬
istration is significantly related to the morale of teachers.
It was also established that the general level of morale of
teachers is affected by factors which are within the control
of the school principal to change. A carefully programmed
plan to effect improvement in the leadership pattern and
group behavior within a school system is indicated. In
addition, educational goals should be reviewed to ensure
that the needs of teachers are also being met.
Studies of this nature within a single school system
to include the six main types of participants, via, students.
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teachers, principals, central office staff, superintendents
and school board members, should be undertaken. It is also
recommended that this data would provide school executives
with action to effect more desirable climates. Research
should be conducted to measure the consequences of various
organizational practices, high or low morale in schools and
specifically, student achievement.
Pastor (.1980), identified areas of teacher motivation
by determining teacher needs and their relationship to job
satisfaction. The objective was pursued by applying the
concept of higher and lower order need strength to secondary
public school teachers.
The sample included 150 secondary public school
teachers from ten separate school districts across the
United States. Each member of the sample completed (1) a
personal data form, (2) the Higher Order Need Strength
Measure B for identifying their preferred job choices, and
(.3). a second administration of the same form in which they
identified present job descriptions. In addition, there
were interviews by telephone to collect more detailed and
description of teacher needs and motivation.
Results indicated that administrators should be aware
of the diversion of the growth need. Also, the greatest
satisfaction and dissatisfaction was focused on the
relationship between the teacher and his or her students.
Also, frustration with the ability to meet growth needs
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may be related to increasing teacher militancy, with all
of its ramifications.
Ontjes (1974), examined the relationship between
principal/teacher role perceptions and teacher job satis¬
faction. Eighteen elementary principals and 237 teachers
were selected for the study.
Teacher job satisfaction was measured by the Minnesota
Satisfaction Questionnaire and the Van Alfen Episode
Situation Questionnaire was used to measure role perception.
Neither teacher role perception matched or mismatched
principal/teacher role perception wa? found to be signifi¬
cantly related to teacher job satisfaction.
Results indicated that teachers associated with
idiographic principals were significantly less satisfied
than teachers associated with transactional and nomethetic
principals. The job satisfaction of teachers associated
with, transactional and nomethetic principals was not
significantly different. It was concluded that nomethetic
administrative behavior which emphasizes organizational
goals, provides consistency and generates greater teacher
job satisfaction, than do idiographic administrative
behavior, which stresses individual expectations.
Buerkens (.1974), in an investigation of the relation¬
ships between job satisfaction of school teachers, their
perceptions of conflict between themselves, school officials,
principals, other teachers in the building and parents of
pupils in classes in the building.
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The general question asked was: Is there perceived
conflict between the teacher and important others
accompanied by high job satisfaction of the teacher?
The data from which this study was made were collected
by the Center for Research in Social Behavior at the
University of Missouri as part of a comparative study of
teacher role in four countries. The sample selection was
made with the help of the National Opinion Research at the
University of Chicago. Thirty-six counties that represented
the population of the United States in a variety of ways
were selected. A complete list of schools in each county
was drawn up and proportionate to the representation of
each county in the national population. Four thousand
eight hundred ninety-four of nine thousand one hundred
twenty-six teachers returned questionnaires. Teachers were
asked information about their background, personal charac¬
teristics, perceptions of their teaching styles, extent to
which others approved of their activities, the extent of
contact with others of the school system, the attitudes of
teachers on a variety of educational matters and their level
of approval of ten teacher activities. Pearson Product-
Moment Correlation coefficients were computerized between
the responses to the job satisfaction items and scores
indicating perceived conflict. The following conclusions
are warranted: ill The conflict which teachers perceived
existed between themselves and school officials and between
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themselves and principals appeared to be related to teacher
job satisfaction. (2) Teacher perceived school officials
and principals to hold similar opinions on the teacher
behaviors studied. (.3) Teachers perceived less conflict
between themselves and important others on the behaviors of
a professional nature of this study than on the behaviors of
a personal nature.
Willavize (.1974), examined the role expectation which
teachers, administrators, and school board members hold for
the classroom teacher.
Quantitative and qualitative approaches were utilized
to gather data. A questionnaire containing both a profes¬
sional and employee scale was administered to a sanple of
420 teachers, forty-six administrators, and seventy-six
school board raeiribers. Thirty-three individuals including
teachers, administrators^ and school board members from
first, second, and third class school districts were inter¬
viewed. School districts were randomly selected.
Results included (.1) A significant difference existed
among teachers, administrators, and school board members'
expectations for the role of the classroom teacher. However,
conflicting role expectations were numerous, open conflict
in most cases did not develop because the teachers apparent¬
ly accommodated to the expectations of the institution or
administrator. (.2) Many factors were found within the
institution's bureaucratic system which inhibited both
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professionalism of teaching and teachers meeting the
individual needs of the students. (3) Teachers were found
to be student oriented, and attempted within the reality
of the existing system to help meet student needs. C4)
Within many schools little professional autonomy were
permitted to participate in the decision-making process
regarding matters which directly concerned them. (.5)
Teachers associated with a strong extra-organizational
group appeared to have a better colleague relationship, and
feel better about themselves as professionals. (.6) Little
qualitative data Were,found to indicate that administrators
were primarily concerned with the educational programs,
welfare of the teachers or students, or with the total
effectiveness of the educational process. (7) Neither the
qualitative nor quantitative data indicated that school
board members placed a high priority on either student or
teacher welfare as it related to the total educational
process.
Elements Related to Confict
for Students
Gessner (.1974) , identified the learner goal priorities
for secondary students as perceived by parents, students,
and educators. The objectives were to seek answers to the
following questions: (I). To what extent should the school
help each student achieve each goal? (2) To what extent
are the schools now helping every student achieve each goal?
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(3) VJhat are the learner goal priorities as determined by
the discrepancies between the should responses and the
now responses? The educator sample consisted of all
seventy-six secondary teachers, counselors, administrators,
and district staff administrators. Stratified random
sampling was utilized to select seventy-seven secondary
students and seventy-seven parents of secondary students. .
A total of 215 usable instruments were returned from 230
selected participants.
The Learner Goal Opinionnaire was used to collect
the data. The participants were requested to score the
twenty learner goals on a one to five Likert-Type Scale
to indicate the extent to which each goal is currently
emphasized by the schools. The correlated T-Test and one
way analysis of variance statistical procedures were used
to analyze the data relative to the stated hypotheses.
The goals with the largest mean discrepancies
received the highest priority rankings. After treating
the data statistically, the goals were ranked according to
the discrepancies between the should and now responses.
The goals with the largest mean discrepancies received the
highest priority rankings. The data was analyzed for each
group separately and for all three groups compositely.
Findings of the stated hypotheses indicated: (1) according
to parents' perceptions there is significant difference
between the amount of help students should receive, (2)
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there is a significant difference in desired and actual
level of emphasis placed on each goal, (3) a difference
among parents, students, and educators in their perceptions
of should goals, (4) students regarded "dignity of work"
as the goal schools should help students achieve, and t5)
on an overall basis, producer and consumer skills and
dignity of work were considered top priorities, based upon
the mean discrepancies. They ranked in the top five for
all four groups in this study.
Campbell (.19721, attempted to assess student attitudes
toward school by means of a student attitude survey and a
structured student interview. The data were used as
indicators of the relationships between organizational
and administrative changes within the school and the
changes in student attitudes. The 105 item Likert-Scale
Questionnaire was used for the survey. A random sample
stratified, as to grade in school was drawn from a total
population of approximately three thousand, resulting in
a pretest "n" of 692 and a posttest "n" of 688. The student
responses to the pretest and posttest was factor analyzed,
reducing the data from 105 items to thirty-five items in
six factors. The content areas of these factors were:
(1) and C2) attitudes about teachers, (3) attitudes about
the administration, (.4). attitudes about the school's social
climate, (’5) attitudes about students' pride in identifica¬
tion, and (6) attitudes about alienation. The study
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concluded that structural change without behavioral change
was inadequate to alter students' attitudes. Evidence from
the student interview cited that the administration had in
fact exhibited changes in behavior. But teachers, in a
time of high expectations, had not changed their behavior
sufficiently to elicit from students a change in their
attitudes toward teachers. The study recommended a con¬
tinuation of the process of attitude assessment for input
to change. Recommendations included that structural changes
in the school be accompanied by behavioral change in staff
and the student attitude information be used appropriately
in a systematic effort to change behavior.
Scullen (1974), in a study of student attitudes
towards the home, school, and the criminal justice system,
examined the attitudes of students in an effort to identify
motivational incentives that may produce self-confidence.
Self concept is molded by feelings of acceptance or rejec¬
tion. The youngster who is not successful in school has
looked for other avenues to cultivate peer approval. In
some cases, he has attacked the institution, in other cases,
he has withdrawn and has not become involved in the learning
process.
A total of 300 regular students from the L'Anse
Creuse Middle School North and 100 delinquent students from
the Macomb County Youth Home were administered a 140
variable questionnaire to determine their attitudes toward
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the home, school and criminal justice system. Responses
were transferred to an IBM Computer package. Data print¬
outs included the chi-square and percentile statistic for
each, parameter. Socio-economic status charts were included
to provide a contrast between the residents of Macoinb
County and the state of Michigan to give insight into the
composition of the middle school youngsters evaluated.
Nonparametric statistical conclusions detected significant
differences between regular and delinquent students in
several attitudinal areas. The findings were utilized to
recommend a program that would be commensurate with the
characteristics of the learner. Six conclusions inferred
from the research were instrumental: (1) Failure is
experienced frequently, causing many delinquents (29 per¬
cent) to consider quitting school. School is not a
pleasant expenditure of time for one out of three delin¬
quents and one out of four regular students. (2) Delin¬
quents (27 percent) do not participate in class discussions
because they feel many of their responses are incorrect.
Whereas, nine out of ten regular students feel comfortable
answering questions posed by teachers. (3) Instructors
are not available to discuss problems with students. Both
delinquent (68 percent) and the regular (55 percent) feel
they could never discuss a confidential matter with a
teacher. (4). One out of every three students disliked
reading, most feel unimportant, and very few adolescents
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enjoy their textbooks. (.5) Delinquents t68 percent) smoke
considerably more than the regular (13 percent) students.
Television is watched more often by regular students,
but they do not listen to records or date as often. (.6)
Most students (80 percent) feel punishments are not
appropriate for some people and prisons, 75 percent teach
inmates to be worse criminals. They also feel we are not
all equal before the law. The information from this
structure indicated the need to develop a new educational
structure that deviates from the junior high program that
accepts the transcendent as an individual and treat him
with dignity and respect. Middle school philosophy is
advocated as a vehicle to intricate developmental changes.
The delivery system involves diagnosis, prescription and
implementation.
Bowman (1973), in a study of the relationship of
clique membership to achievement, self-concept, social
acceptance and school attitude, was to determine whether
friendship patterns existing within a high school had any
relationship to a student's academic performance or the
manner by which he perceived his sdhool environment and
the other students in it. The ninth grade class at a
Northeastern University Laboratory School was selected for
the study because of the admission policy which increased
the size of the class by 50 percent. Therefore, it was
possible to study the ways in which positions existed
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withiri the eighty-four member class of 1975 at the Univer¬
sity of Ohio Acceptance Scale and Battle Student Attitudes
Scale dviring their freshman and sophomore years. Teachers
completed the Florida Key, an inferred learner acceptance :
scale, on each student. Scores obtained on the Florida
Statewide Ninth Grade Test and father's occupation were
taken from the school records. A grade point average was
calculated for each student at the-end of the ninth grades.
Sex and race were also noted for each student. Linear
regression analysis procedures were used to predict student
grade point averages from aptitude scores. A series of
eighteen T-Test was calculated to determine the relationship
between clique membership, aptitude, and grade received. A series
of eighteen T-Test were used to test the relationship between
clique membership and social acceptance by peers, attitude
towards school, and inferred learner self-concept. Profile
analysis techniques were used in an attempt to determine
whether patterns of responses to the measures used in this
study replicated clique meirbership. The results of this study
indicated; (1) New females had greater difficulty than new
males establishing friendship with other students in class.
Females who did not get accepted by an existing clique
remained loners, whereas, males who did not get accepted banded
together with all new males who were not accepted into existing
clique membership. (2) There did not appear to be any
differences associated with race that distinquished ability
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to become an accepted clique member. With one exception,
all cliques within the class were segregated along racial
lines. (3) Cliques did not dissolve between the freshman and
sophomore years but considerable, student movement into and
out of existing cliques were observed. (4) Clique membership
was found to be a predictor of grades than a measure of
aptitude. (5) Students did not establish clique groups on a
basis of common ability as indicated by a measure of academic
aptitudes. (6) Clique meiribership was also found to be a better
predictior toward attitude about school, social acceptance by
peers and inferred learner self-concept than the class means
of these measures.
Welling (.1974), in a study of parent-teacher home
response-perceptions of responsibilities of home for selected
non-academic instruction concerns was to determine to what
extent of differences in perceptions of home responsibility
existed.
A questionnaire consisting of twenty-five non-academic
instructional concerns was developed and sent to two hundred
teachers and four hundred parents. Respondents reacted to each
of the instructional concerns regarding two basic questions:
(.1) To what extent should the responsibility of teaching
instructional concerns be met in the home, and (,2) To what
extent is this responsibility being met at home? It was
hypothesized that there would be no significant differences
in perceptions of the home responsibility between parents
and teachers.
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There was found to be a significant level of agree¬
ment between perceptions of parents and teachers as
related to what the role of the home should be. There was
wide disagreement between parents and teachers about how
well the home actually is meeting its expected role of
home differences of parents' and teachers' perceptions
which indicates a need for an improved communication
system to be developed. Educators need to provide the
leadership.
The two-way flow of authority in the line concept of
administration may be pictured as follows;






Figure 2.2. Flow Chart on Authority Relationship
in Education
The literature could also suggest a possible pattern
that may determine the kinds of conflict that are already
prevalent for boards of education, superintendents, prin¬
cipals, teachers, and the students.
1. Elements related to conflict for the








2. Elements related to conflict for the
principal-superintendent, community,















4. Elements related to conflict for the students;
a) Communication
b) Climate
c) Teacher/Principal Leadership Styles
d) School Control
5. Elements related to conflict for the
administration;
a) Change
b) Extrinsic Sources (all create)
c) Cycle
d) Dropouts
e) Stress for Students
6. Extrinsic sources related to conflict for
administrators, principals, teachers, and students
Figure 2.2. Elements Found Most Common in the
Review of Literature
Summary of Related Literature Pertinent
to the Problem; Does a Pattern
^ist in the way Administratofi'
Solve Conflict, 1982
While considering the problem itself, "Elements
Related to Conflict," the review of the literature has
shown that the possibility of a pattern does exist in the
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way administrators solved conflict'. The literature clearly
showed that communication (Gothold, 1974) , stress role
conflict (Gross, 1974), and leadership styles (Guba and
Bidwell, 1974), are elements that can create conflict for
school administrators. However, the research showed that
most conflicts solved by administrators are absolute as
seen in (Tannenbaum and Schmidt, 1958, 1973), how to choose
a leadership pattern. Indications showed that elements
found in the literature can cause conflict, and the way
conflict is solved showed some evidence of being "per¬
functory. " That is, the pattern showed that most problems
are solved with use of rules, policy, regulations, and
appeal to higher authority and school administrators may




This study consisted of a questionnaire and inter¬
view with three high schools, four middle schools, and
three elementary school principals. Each principal was
contacted by telephone and agreed to an interview.
The principals were asked to do the following: (1)
Name three conflicts that occurred in their school; (2)
Describe the cause and method of dealing with each con-
flict; (3) Give themethod of resolution and indicate the
degree of success; (4): State how he would solve the problem
again, and (5) Amount of time spent resolving conflict.
The responses to these questions were then tabulated and
compared.
Guiding Statements
The guiding statements and questions for the study
were: (1) Give an example of one major conflict in your
school. (2) How do you deal with each conflict and
method resolution? (.3) What is the degree of success?
(.4). If you had to solve the probl^ over again, how would
77-
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you resolve it? (.5) VThat proportion of time do you spend
resolving conflict? Above all, each principal agreed to
a directive questioning.
Question 1: Give an example of one major
conflict; in your school and the
causes.
This question was selected to
enable the principals to focus
on the major conflict in the
school. The next intention was to
link the conflicts to the causes and
compare them. This facilitated a
ranking of the major question.
Question 2: How do you deal with each conflict
and method of resolution?
This question was asked to find out
the various techniques which were'
used for resolving problems.
Question 3: What is the degree of success?
This question was selected to find
out how much success was obtained
by a principal given his or her
method or resolution.
Question 4; If you have to solve the problem
again, how would you resolve it?
This question was asked to find out
whether the principal analyzed the
results of the methods used and
made decisions as to the effectiveness
of the method. If the method was not
successful, alternative suggestions
would be expected.
Question 5: What proportion of the time do you
spend resolving conflict?
This question was chosen to ascertain
how much time principals used to solve
problems, as opposed to the use of




The population obtained for the study was selected
to include three high, schools, four middle schools and
three elementary schools totaling an amount of ten schools.
After the questions and school levels were chosen, an
interview was arranged by telephone. A total of sixteen
school names and numbers were taken from the telephone
book. The names were not randomly selected.
Out of the sixteen schools contacted by telephone,
ten principals agreed on a date and interview.
Among the six remaining schools, two principals
decided not to be interviewed and the other four decided
to change the date of the interview to another time.
Data Treatment
The data obtained from the questionnaire were grouped
by school level and put into rankings as numbered one,
two, and three as described by each principal. Then, the
causes of the conflict, how to deal with conflict, method
of resolution, degree of success, and resolution of con¬
flict were placed in separate columns as displayed in
figures 3.1, 3.2, and 3.3.
Figure 3,1, Conflict Resolution - High Schools
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The next strategy was to group the examples of
major conflict in a column, one for all three school
levels, to see if the same conflict is repeated for each
school level. The questions were analyzed to find out
the following; (1) If the same kind of conflict occurred
on each school level, then the conflict exists for the
school level. (2) If the same kind of conflicts occurred
for each school throughout the school levels, then the
way conflict is resolved for each school level results in
a pattern for school administrators.
CHAPTER IV
THE RESULTS
The results are reported by the order of the question
as follows;
r
1. Question one asked principals to give an
example of a major conflict and the causes,
results for all three school levels were
placed in a ranking and showed the major
conflicts and causes by school levels
(figure 4.1). When- the major conflicts
were paired with the causes for high school,
middle schools, and the elementary schools,-
a comparison could be formulated. While
comparing the causes for each school level,
a linkage to the conflict was seen.
Results of this comparison indicate that
major causes of conflict experienced by the
three high schools were; Failure to meet
objectives, unclear rules, and passive
administration. For the four middle schools,
all causes of the major conflict was linked
to teacher-student interactions and for the
elementary schools, only one cause was
related to discipline while the other two
were related to administrative rules and
record-keeping. This would support the
research that causes are seen in terms of
failure to follow rules, or authority,
2, Question two asked principals how to deal
with conflict and give the method of
resolution. The first part of the question
was intended to find out how principals
deal with conflict prior to resolving it.
The major concern was to find out whether
principals used alternatives to resolve
conflict before the method of resolution.
Also, the concern was to present future
administrators with various techniques and
alternatives for dealing with conflicts.
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Figure 4,1. Major Conflicts and Causes by School Level
School Major Major
Levels Conflict Causes
High School Department Head Failure to live up
to objectives.
Bus Conduct Rules are not clear.
Class Cutting Passive philosophy
of past administra¬
tor.

























Table 4.2 points out the various
methods of dealing with conflicts
paired with the method of resolution
on three grade levels. These
comparisons made it possible to
see what methods of resolution would
have been used, after dealing with
the conflict unsatisfactorily. The
results have shown that rules and
authority dominated the nature of
methods of resolution.
3. Question three asked principals what is
the degree of success for solving con¬
flict in their school? This question
was selected to find out how much
success administrators get when they
know (1) what the major conflict areas
are in the school and the causes, and (2)
methods selected prior to the conflict,
became one or greater priority. This
second part of the question correspond
to Tannenbaum, and Schmidt (1958), on
how to choose a leadership pattern.
There are several ways that the manager
can relate to those who carry out the
goals and responsibilities of the
organization. The method of resolution
also indicated that principals had already
sought ways to completely resolve the
conflict if it became necessary.
Figure 4.2. How to Deal with Conflict Paired
with Method of Resolution.
High Schools
How to Deal with Conflict
. Set up objectives for the
next year.
. Clarify the role of the
new department head.
. Ask teachers to supervise
movement in the area.
Method of Resolution
. Use mutually agreed upon
objectives.
. Give old department head
opportunity to transfer.
. Make sure students hear
the announcement regarding




How to Deal with Conflict Method of Resolution
. Send a copy of the bus
rules adopted by the
board of education,
. Send notices home to
parents whose children
are tardy regularly.
. Develop in-school policy
for changing lockers,
, Create confidence in
students and staff,
, Salvage the responsi¬
bility of teachers and
students,
, Find key people, organize
ability of staff members.
, Let parents know students
will loose bus-riding
privileges,
, Discuss with parents,
student tardys.
• Loose privileges of using
lockers,
, Use open door policy.
, Clarify role.
, Staff and students work
on a trial basis.
Middle Schools
How to Deal with Conflict Method of Resolution
, Discuss state require¬
ments with parents,
show students why they
need to take certain
classes, avoid
personality issues.
, Communicate with staff,
communicate with key
community people.
, Use the clinical
supervision model,







reasons for taking certain
courses,
, Open discussion about the
school, gather opinions
of parents, teachers, and
students.
, Use mutually agreed
upon objectives,




How to Deal with Conflict Method of Resolution
. Call parents. . Suspension.
. Teachers advise homeroom
students of good health
habits.
. Take up candy during
the morning.
. Call parents, have
students make up -time
in Saturday school.
. Have students make up
time in Saturday school.
. Call parents. , Student tell parent
what he has said.
. Call the police. . Suspension from school.




. Involve all members when
solving the problem,
arrive at a mindset, work
with shared decisions.
. Self-contained classes. . Self contained classes
allow students to be with
teachers and learn
personalities.
. In-school suspension. . In-school suspension helps
minimize class-cutting.
Elementary Schools
How to Deal with Conflict Method of Resolution
. Show the reasearch
assistant the errors in.
record-keeping. Remind
teachers who do not send
plans to the office.
. Call in research assistant
at the central office to
show record keeper the
errors.
. Post signs; All persons




post signs in front of
school office.
. Ask teachers to identify
problems, give examples
during faculty meetings.
, Talk with teachers about
student discipline.
Involve staff in the plan.
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Figure 4.2. Continued
How to Deal with Conflict
« Let custodial staff
know what need to be
done. Talk with staff
about concerns.
, Bring student to the
office and discuss the
problem. Show them
the bus rules.
. Talk with staff about
the problem. Let the
staff aid in suggesting
ideas.
. Talk with administrative
assistant.
. Ask the textbook chairman
to ask another teacher
to help.
Method of Resolution
. Secure other custodial
staff who will do a
better job.
, Call parents, let them
know what has transpired.
Let them know their child
can loose bus-riding
privileges.
. Students see the teachers
acting responsible and
they try to get better.
. Work cooperatively to
exchange ways to solve
problems during the
principal's absence.
. Let the staff know during
faculty meetings the job
the textbook chairman has
taken on.
The following (figure 4.3) indicated the average
degree of success for all three school levels. After
analyzing the range of success on each school level, it
was seen that the least range of success was between 5
percent to 15 percent, the average range of success was
70 percent to 99 percent and the greatest range was 100
percent success. Since the range of success would fall
between 5 percent and 100 percent, the data were placed
by using a scale of 5 percent to 100 percent Rate of
Success (ROS). If the conflict received a success rate
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between 5 percent and 15 percent success, the data were
placed in that percentage range then, 16 percent and 49
percent success, 50 percent to 60 percent success, 70
percent to 99 percent success and 100 percent success.
Figure 4.3 showed the average degree of success for solving
conflict on three school levels.
The results of question three have shown that the
school level with the greatest range of success was the
middle schools where four problems were solved with a
success range of 50 percent to 69 percent. For the high
schools, three problems were solved with a success range
of 50 percent to 69 percent. For the elementary schools,
two problems were solved at this success rate. The
schools with the greatest success range of 70 percent to
99 percent was the middle school where seven problems
were solved. Next was the elementary school with six,
followed by the high schools with five. The only school
experiencing problem-solving with a degree of 100 percent
success was the middle school.
The graphs in figure 4,4 through 4.8 show the trend
of success for principals’ problem-solving on three school
levels, the high schools, middle schools and elementary
schools. After the trends of conflicts were tabulated,
it had shown that the school levels experiencing the
greatest success were the middle schools, whereby, twelve
conflicts were solved followed by eight problems solved
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Figure 4,3, Average Degree of Success for Solving
Conflict on Three School Levels with a
Range of:
Number of Problems School Levels








































4.4, A Graph Showing the Average Degree Trend
of
Problem-Solving Success
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for the high schools and elementary schools. It can be
concluded that the problem-solving success could have
been attributed to the pattern described by Tannenbaum
and Schmidt (1958) (see figure 5,1),
4. Question four asked principals if you
had to deal with the conflict over
again, how would you resolve it?
Results have shown that when the data
were compared by school levels, it was
seen that the principals considered
alternative strategies if the previous
decision was unsuccessful. Figures 4.9
and 4.10 show vfliat principals would do to
resolve the conflict.
When the number one, two and three _
conflicts were compared for all three
school levels, a pattern could be
determined. Out of the three high schools
who responded to a direct interview, when
asked how would the number one conflict
be resolved again, one indicated that
services would be terminated, one said,
responded sooner and one agreed to solve
the conflict the same. For the number
two conflict one principal said responded
sooner and the other two would solve the
conflict the same. When the number three
conflict was compared and tabulated for
the three high schools, one principal would
seek to transfer teachers who resist change
continually, while the othet two principals
said same.
When the number one conflict for the four
middle schools was tabulated, one would
have responded sooner, one would use a
different approach, and the other two
would respond the same. When the nximber two
and three conflicts were compared and
tabulated for all three middle schools,
the principals would respond the same.
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Among the three elementary schools,
when asked how the number one conflict
would be resolved, one said services
would be terminated, one would
respond sooner, and one said "same."
Also, when the number two, and three
conflict were compared and tabulated
for the elementary school levels, all the
principals said the conflicts would be
solved in the same manner. Figure 4^2
showed how principals solved all the
conflicts for all three school levels.
When all school levels were compared
and tabulated, a pattern in the way
principals problem-solve could be
determined as in figures 4.9 and 4.10.
5. The last question asked principals to
indicate the proportion of time spent
solving conflict per day. When the
proportion of time was analyzed, it ^
was shown that the least amount of time
spent resolving conflict was between
5 percent to 20 percent and the greatest
amount of time was between 21 percent
and 30 percent. Therefore, the data
obtained was placed using a scale of 5
percent to 20 percent least time and
21 percent to 30 percent greatest time.
If the proportion of time spent solving
conflict was between 5 percent and 20
percent or between 21 percent and 30
percent, the data was placed and
tabulated.
When the data were tabulated for the
three high schools, four middle schools,
and three elementary schools, a pattern
could be linked to the proportion of time
solving conflict. For the high schools,
six conflicts out of nine fell between
5 percent and 20 percent of a work day.
Middle schools had ten out of twelve
conflicts solved and elementary schools
solved seven out of nine in the same
time frame. Between 21 percent, and 30
percent of a work day, high schools
solved three out of nine conflicts, the
four middle schools had two out of
twelve and two out of seven conflicts
were solved for the three elementary
schools.
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Figure 4.9, A Comparison of Three School Levels Problem-
Solving Over Again by Ranking

















































Figure 4.10. Resolve Conflict Over Again
Rank Rank Rank Elementary
No. High Schools No. Middle Schools No, Schools
1 Terminate the
Services
1 Same 1 Terminate
2 Responded
Sooner
2 Same 2 Same
3 Same 3 Same 3 Same
1 Responded 1 Responded 1 Same
Sooner Sooner
2 Same - 2 Same 2 Same
3 Same 3 Responded
Sooner
3 Same
1 Same 1 Same 1 Responded
Sooner
2 Same 2 same 2 Same
















The results of this study have shown
that a pattern does exist j:elra€ed to
the least amount of time used to solve
conflict at each school level. Also,
the results show that a pattern exists
throughout the three school levels when
considered as a unit.
This process for this study also has
shown that a pattern exist called
"decentralization" whereby the power
and authority remains with one unit.
The results of the study have shown that
thirty conflicts were collected, compared,
and tabulated. Out of the thirty conflicts,
two principals would have terminated
services, one would seek to transfer
teachers who resisted change, nine would
have responded sooner, while nineteen
problems would have been solved and
resolved in the same way. The level that
followed a pattern was the middle schools,
whereby all of the conflicts would have
been resolved or solved in the same manner.
There were no patterns indicated for the
other two school levels, the high school
and middle school. The conflicts were
compared and tabulated for all school
levels, a pattern does exist throughout
the levels, whereby the decision could
be solved and resolved in the same way
whether it was successful or not.
Therefore, when a pattern of conflict
resolution was found to exist throughout
the three school levels, when the results
were compared, tabulated, and grouped
together as a unit of schools, that
pattern was "perfunctory." While a total
of nineteen problems would have been
solved in the same way it was shown that
these problems were solved from force of
habit. Also, this has shown that the
possibility of "force of habit", that is
record keeping and rules, dominate the
pattern for all three school levels.
Since the pattern of conflict resolution
is "perfunctory", it also indicates a
closed system that can be correlated with
studies about "groupthink", Janis (1982),
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choosing a leadership pattern, Tannenbaum
and Schmidt (1958), (1984), and Vroom (1973),
the contributions of a leader's actions to
the effectiveness of the organization
cannot be determined without considering
the nature of the situation in which that
behavior is displayed.
It is recommended that further study be
done concerning the way local boards of
education and state boards of education
problem-solve to find out whether a pattern
exists in the way conflict is dealt with,
solved and resolved for all involved in the
decision-making processes to find out
whether or not that pattern was "perfunctory."
CHAPTER V
SUMMARY
The data gathered for this study can be mapped out
using Tannenbaum and Schmidt’s (1958) version of the
"Continuum of Leadership Behavior", as seen in figure 5.1.
The data were grouped along a continuum, considering
the significance and nature of the conflict to be solved.
Also, the factors or forces are considered in deciding
where along the continuum the data should be grouped.
When the data was mapped. Indications showed that
most managers used a high degree of authority. The problem
was identified, he considered alternatives, provided no
opportunity for others to participate* and coercion was
applied in some decisions,.and not in others. In other
words, "the manager has made his decision and announced
it." Then, he reported his decision for implementation
as seen in figure 5.2.
While considering the significance of the conflict,
the data indicated "the manager who sells the decision,"
As before, the manager identified the conflict, and
took responsibility of arriving at a decision. However,
an additional step was taken, to persuade those who might
-107


















Tannenbaum and Schmidt, 1958
The Continuum of Leadership Behavior
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Manager makes the Decision
and Announces it
Use bus rules adopted
by board of education









Put messages in teachers'





Ask student to tell parent
what he has said
Student loses bus
riding priviliges









possibly show some resistance. Therefore, the data
showed that the managers sought to reduce this resistance
by indicating in some cases what can be gained from the
decision as shown in figure 5,3,
In figure 5,4 of the Continuum of Leadership Behavior,
the emphasis is placed on "the manager who had arrived
at a decision, and sought acceptance of his ideas," An
opportunity was provided for the individual or group to
get a fuller explanation of his intentions. "The manager
presented his ideas, and invited questions," so individ¬
uals or groups explored moire fully the implications of
the decision. Nevertheless, the decision was already
made by the manager.
Figure 5.4 also demonstrated that the manager in
this study used little to hardly no "tentative decisions
subject to change."
As the data was mapped out in figure 5.5 the con¬
tinuum showed some evidence that subordinates got a first
chance to suggest solutions. In this case the manager had
a decision of his own, "The manager presented the problem,
got suggestions and then made his decision," so he could
capitalize on the knowledge and expertise of members who
are in the group, thereby increasing his repertoire of
possible solutions to the problem.
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Use of Authority By Manager
Area of Freedom for Subordinates
t
Manager Sells the Decision
Discuss state requirements
for taking certain courses
Call parents.
Show the research assistant
the errors.
Bring student to office and
show him the bus rules
Create confidence in staff
and students
Let custodial staff know
what need to be done
Send notices home
Call parents, let them know
what has transpired
Salvage the responsibility
of staff and students
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Use of Authority by Manager






. Open discussion about
the school and gather
opinions '
. Use the open-door
policy
, Set up objectives















Use of Authority by Manager
























Figiire 5.6 showed "the manager who defines limits
and request the group to make a decision." Consequently,
the continuum demonstrated that no decision was given to
the group for implementation in this study.
At the extreme left of the continuvun, no data in
this study could have been grouped under "the manager who
permits the group to" make decisions within prescribed
limits," while considering the nature and significance of
the problem solved, as seen in figure 5.6.
Figure 5.6. Continuum of Leadership Behavior
■■




Use of Authority By Manager
Area of Freedom for Subordinate
Manager permits subordinates
to function within defined
limits
Conclusions
The continuum developed by Tannenbaum and Schmidt
(1958, 1974), clearly showed that most decision-making for
this study is "boss centered" leadership and some selling
decisions, little to hardly no "give and take" whereby the
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manager invited questions. For the manager who made a
decision tentative to change, only a single decision was
seen. When moving toward the extreme left, the continuum
demonstrated the manager who "gathered suggestions for the
purpose of increasing his repertoire of solutions to aid
in solving problems." As for the extreme end of the con¬
tinuum whereas "the manager defined the limits and
requested the group to make a decision", no decisions
could be considered as significant in nature to request the
group to make a decision.
The same was demonstrated for "the manager who per¬
mitted the group to make a decision within prescribed
limits", whereby no decisions were considered as feasible
enough to permit the individual or group to solve it within
the limits. This study has shown that decisions made by
managers in a Southwest section of the Atlanta area schools
is absolute, and the continuum demonstrates that the
pattern for problem-solving is a closed system. The in¬
dividuals or groups do not participate directly in the
decision-making process and the use of authority by the
managers for this study is never without limitations.
Recommendations
I Based on the conclusions of this study the following
recommendations were made;
1. Further research should be done using a larger
sample. Since only ten schools in one district
were used another study would replicate an
entire district or school system.
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2. Account for demographic data (age, sex,
experience, and qualifications) in another
study.
3. Examine the use of alternatives in solving
problems.
4. Examine whether, when alternative problem
solving methods are used, teachers are more
satisfied, work harder and change occurs
more often.
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